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Abstract 
This study contents the personnel working for a state university in Turkey except academic personnel.  The research universe is 
departments under presidency, faculties, institutes, colleges, vocational schools, and coordinator ships. The study presented at 30 
units of the university among 270 people of 340 administrative staffs. However, the study conducted just among 270 
administrative staffs. Related to questionnaire form is prepared to investigate the perception of ideal workmates at personnel’ 
minds.  Some part of questions on questionnaire forms is prepared as closed-ended, while others open-ended. The questions 
referring the perception of ideal workmates are presented as open-ended. The data are analysed at a statistical program. 
© 2015 The Authors. Published by Elsevier Ltd. 
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1. Aim of the Study  
This study mainly aimed to detect expectations of personnel from their colleagues and their colleague perception. 
In this context, it was also aimed to define the behaviors adopted and not adopted in working life.  
2. Importance of the Study  
The most important production input for an organization is undoubtedly “Human Resource”. Effective and 
efficient use of this resource has direct impact on the effectiveness and efficiency of the whole organization. 
Personnel in harmony with themselves and their colleagues are known to be more successful in working life. 
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Therefore, what kind of behaviors colleagues expect from each other in working life? Which behaviors are deemed 
as the ideal behaviors of working life? Detection and promotion of such behaviors will contribute to working life. 
Moreover, when the colleague behaviors deemed ideal by the personnel are known and promoted by the managers, 
control costs of the management reduces; for this reason, findings of the present study are of great importance for 
the working life.  
 
3. Scope of the Study 
 
The study was conducted on 300 administrative personnel (excluding academic personnel) working in 35 
different units of a public university, such as faculties, high schools, research centers, vocational high schools and 
administrative departments.  
 
4. Data Collection and Analysis Method  
 
Questionnaire method was used as data collection tool. At this stage, literature review was made to analyze the 
related previous studies. Then, the study questionnaire was administered to personnel. Obtained data were analyzed 
using SPSS package program, a statistical package program widely used in social sciences.  
 
5. Literature 
 
One of the basic prerequisites for personnel to be effective and productive in working life is the need and 
necessity of a person to feel her/himself safe in socio-psychological terms. The most important of the factors 
meeting this prerequisite are physical conditions of the working environment, managerial support and support from 
colleagues. Colleague support is important for working life and success as there is a need to cooperate with 
colleagues when working. Colleague solidarity is defined as support given by and sharing of professional 
knowledge, technics and skills with colleagues (Çoban, 2005). When the colleagues show the behavior of “helping 
each other” (solidarity), the organization is prevented from undesired and destructive behaviors, it improves 
employee skills and abilities and establishes an effective coordination, in turn, increases organizational productivity 
(Çetin, 2004). Socio-psychological studies conducted on this issue show that being in a positive mood in workplace 
stimulates the employee to cooperate with colleagues and to help them and reduces aggression (Brief & Weiss 
2002). In a study on teachers, a mediate level of positive relationship was detected between the level of managerial 
support perceived by teachers and the level of confidence they have in school manager and between the levels of 
colleague support perceived by teachers and the level of confidence they have in their colleagues (Taşdan & Yalçın, 
2010). Concerned study showed that the colleague support perceived by the participant teachers increased in direct 
proportion to professional seniority. Fresh teachers (with little professional experience) perceive high level of 
support from their colleagues and families in the first years of the profession while this support is perceived to 
decrease as the teachers work for 2-6 years and to re-increase as they work for 7-10 years. Perception of high level 
of support by the fresh teachers from both the school management and colleagues and their families have positive 
contributions on teachers' adaptation process (Taşdan & Yalçın, 2010). Employees receiving sufficient level of 
support from their colleagues are happy with their job and position, have increased job satisfaction and own the 
organization more (Aslan, 2008; Aşık, 2010; Chiu & Chen 2005; Durmuş & Günay, 2006). At the same time 
manager must be empowerer: A manager who lets employees run their own show and learn by making some 
mistakes. Both sides agree to trust and support each other; this manager cultivates leadership in their team (Bektaş &  
Peresadko, 2013). An individual receiving colleague support will strengthen her/his organizational citizenship 
feelings as perceived organizational support meet social and emotional needs of the employees, in turn, contributes 
to job satisfaction. Findings of many previous studies point a positive relationship between organizational support 
and job satisfaction (Eisenberger et al., 1997). An unsatisfactory level of organizational and colleague support will 
have negative impacts on job satisfaction level of the employee. Depending on these negativities, "grouping 
structure", a concept referring to grouping of employees among themselves, may turn into a source of stress due to 
such factors as unrest at workplace, hierarchical conflicts, low social support, gossip at workplace  (Demirel, 2013). 
Sufficient level of colleague support will increase organizational commitment and job satisfaction. High job 
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satisfaction leads to results desired by the organization, such as high productivity, low job switching rates and 
absenteeism levels and increased organizational commitment. Job satisfaction is also closely related to life 
satisfaction of the person (Demirel, 2013).  
Team vision is important for a team. Because product development requires coordination and alignment of the 
functions involved, all team members must be able to make sense of project goals so that they can support them and 
internalize them as being aligned with their own (Bektaş & Sohrabifard, 2013). 
When working and private life are considered together, importance of colleague support becomes more clear. 
What should employees expect from their colleagues to achieve a desired level of colleague support? What kind of 
behaviors meets colleague expectations? Present study aimed to define ideal colleague behaviors.  
 
6. Study Findings  
 
Table 1 shows gender-based distribution of study participants 
 
Table 1. Gender of the Personnel 
Gender n Percent (%) 
Female 74 27,4 
Male 196 72,6 
Total 270 100,0 
 
 
Examination of the gender-based distribution of the personnel employed in the units studied shows that totally 
270 personnel participated in this study and 74 (27.4%) of them were female and 196 (72.6%) of them were male. 
According to these results an important majority of the study participants were male.  
Duration (in years) of doing the present job is shown in Table 2.  
 
Table 2. Years for which the personnel do the current job 
 
 n Percent (%) 
0-3 year 132 56,7 
4-7 year  60 25,8 
8-11 year  3 1,3 
12 year + 38 16,3 
Total 233 100,0 
 
 
It is seen from the table that 132 of the study participants (56.7%) do their current job for 0-3 years, 60 of them 
(25.8%) for 4-7 years, 38 of them (16.3%) for more than 12 years and 3 of them (1.3%) for 8-11 years.  
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Table 3. Education Level of the Personnel 
 
 n Percent (%) 
Primary school 13 4,8 
High School 52 19,3 
Pre-license 114 42,4 
License 85 31,6 
Post-license 5 1,9 
Total 269 100 
 
Table 3 presents the education level of the study participants. According to this table, 114 participants (42.4%) 
were pre-license graduates, 85 participants (31.6%) were license graduates, 52 participants (19.3%) were high 
school graduates, 13 participants (4.8%) primary school and 5 participants (1.9%) were post-license graduates. It 
can be concluded from these results that the organization personnel have high educational background. 
 
 
Table 4. Personnel perception about whether the current job match their knowledge and skills 
 
Answers n Percent (%) 
Yes 192 74,1 
No 67 25,9 
Total 259 100 
 
Table 4 lists the answers given by the participants who were asked whether their current job match their 
knowledge and skills. Accordingly, 74.1% of the participants thought that their current jobs were appropriate for 
them while 25.9% said the opposite. In general, the reason offered by those who gave negative answer to this 
question was "the job does not match with their educational and professional background". 
 
Whether the participants use their skills in their current jobs are shown in Table 5.  
 
Table 5. Whether the personnel use their skills while doing their jobs. 
 
Answers n Percent (%) 
Yes 171 66,0 
No 88 34,0 
Total 259 100,0 
 
It is observed that 171 participants (66.0%) could employ their skills while doing their job and remaining 88 
participants (34.0%) could not. According to these results, majority of the study participants could use their skills 
when doing their current job; however, an important share of the participants (34.0%) could not do the same.  
Expectations of the participant personnel from their colleagues are shown in Table 6.   
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Table 6. Personnel Expectations from Their Colleagues 
 
 n Percent (%) 
Cooperation 68 26,98 
Establishing dialog 24 9,52 
Tolerance 36 14,29 
Respect 33 13,10 
Complying with working hours 6 2,37 
Taking responsibility 39 15,48 
Work discipline 29 11,51 
Showing empathy 3 1,19 
Giving confidence 14 5,56 
Total 270 100 
 
 
Open-ended questions were asked to 270 study participants to reveal their expectations from their colleagues and 
the expressions made by the participants in response to these questions are listed in Table 6. Biggest expectation of 
personnel from their colleagues is seen to be cooperation. Among all participants, 68 personnel (26,98%) stated that 
their biggest expectation from their colleagues was cooperation. It is followed by “taking responsibility” as 
expressed by 39 participants (15.48%), “tolerance” as expressed by 36 participants (14.29%), “respect” as expressed 
by 33 participants (13.10%), “work discipline” as expressed by 29 participants , “establishing dialog” as expressed 
by 24 participants, “giving confidence” as expressed by 14 participants (5.54%), “complying with working hours” as 
expressed by 6 participants (2.37%) and “showing empathy” as expressed by 3 participants. 
 
7. Conclusion  
 
Effective and efficient utilization of human resource directly effects effectiveness and efficiency of the whole 
organization. Physical conditions of the workplace, managerial factors, working-private life balance and personnel 
motivation play a prior and general role in achieving effectiveness and efficiency. One of the methods important in 
ensuring personnel motivation is understanding between colleagues and their readiness to help each other any time. 
For this reason, detection of expectations of colleagues from each other is important for organizational success. How 
does the personnel define the term "colleague"? Which behaviors are considered to fall into the category of ideal 
colleague behavior? Answers to be given to these questions are deemed important in terms of organizational 
psychology. In general, in order to address human resources issue from the point of social responsibility awareness, 
it is necessary to activate unutilized workforce in public organizations which have relatively more limited resources. 
For this reason, defining of "ideal colleague" can give idea about ideal behaviors. Ideal colleague factors to be 
obtained this way can enable adoption and improvement of ideal behaviors by the personnel and generalization of 
these behaviors to the whole organization. 
According to the findings of the present study, 72.6% of the employees were male and the number of female 
employees was lower (27.4%). Evaluation of the general duty distribution of the administrative personnel shows that 
Computer Processors (% 16.3), Officers (%15.2) and Technical Personnel (14.1%) constitute the majority of the 
study group. Study findings showed that while some units were over-employed some others were under-employed. 
A great majority of the participants were found to be doing their first job and to have limited professional 
experience. Considering the professional life of the participants, most of them (60%) were revealed to be working 
for 4 or less years and, in turn, were not quite experienced.  
Most of the administrative personnel were detected to have some hobbies and make some social activities to 
compensate intense work pressure and stress, mainly walking and football. In addition, an increase in the number of 
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social activities offered by the organizations can be suggested to promote the sense of unity and solidarity among 
personnel and to naturally have positive contributions to job productivity.  
Findings related to the main objective of the study produced the following basic conclusion: the main expectation 
of a personnel from their colleagues is that colleagues should give importance to cooperation. This expectation is 
followed by “taking responsibility”, “showing tolerance”, “having respect to colleagues”, “complying with work 
discipline”, “establishing dialog”, “giving confidence in others”, “complying with working hours”, “showing 
empathy to other colleagues”.  
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